Management literature has tended to emphasise post-entry organisational influences in newcomer socialisation (e.g. Comer, 1991; Van Maanen and Schein, 1979; Wanous, 1992) ; but pre-entry experiences also influence socialisation to work and organisational life (Porter et al., 1975) . The career transition from higher education into employment is one such phase which has been identified as contributing to graduates' career development. Garavan and Morley (1997) suggested a stage model of organisational entry, where the first stage, anticipatory socialisation, encompassed all learning that took place prior to a graduate's first day on the job, and influenced subsequent stages such as the development of an initial psychological contract and the first organisational encounter (see also Rousseau, 1990) .
The focus of the present study is the anticipatory socialisation stage for students planning to enter professions, and in particular the effects of recruitment and selection experiences on career expectations and orientation. The nature of students' job search activity, the possession of relevant work experience, and exposure to employers through recruitment and selection activities may form part of the``evolving sequence of a person's work experiences'' (Arthur et al., 1996, p. 8 ) which contributes to anticipatory socialisation. It has been argued that exposure to employers through recruitment and selection is a social process where employers and potential employees gradually perceive a match (e.g. Anderson, 2001; Anderson and Ostroff, 1997; Chatman, 1991; Herriot, 1989) . Through job search activities and awareness of employers' recruitment literature and events, students gather information about organisation goals, values, climate and work practices to guide their ultimate decision (Major et al., 1995) . Exposure to selection procedures provides information about the culture and attributes of an organisation, and candidates form judgments from their perceptions of the fairness of the selection methods used (Arvey and Sackett, 1993; Gilliland, 1993) . Stewart and Knowles (1999a) argued that providing students with greater awareness of employment opportunities, and equipping them with the ability to be proactive in approaching potential employers, will lead to more effective career self-management and selection processes. There is also evidence that employers prefer graduates with a broader range of skills than just academic knowledge and greater appreciation of business needs (Stewart and Knowles, 1999b) , both of which can be gained through work experience and awareness of employers' recruitment and selection procedures.
Using a sample of students in two traditional and one emerging profession (law, accountancy and human resource Management), the present study examined the extent of career-related pre-employment work, recruitment and selection experiences and the relationship between these experiences and career expectations. The focus on professions reflects the expectation that anticipatory socialisation is likely to be greater amongst these students. Although most students in their final years of university training will have had some contact with potential employers (Rynes et al., 1980) , students in dedicated professional courses are likely to be provided with information earlier in their training about potential employment in the profession. This is partly because of the prescribed nature of the degree, the mandatory post-degree training required for membership of the professional institute, unlike the problems identified in general degree courses (Stewart and Knowles, 1999a) , because lecturers are likely to have closer ties to the practicing profession. Students in traditional professions, therefore, are exposed earlier to the values of the profession, such as a commitment to client service and a professional code of conduct (Makin, 1989) . The mandatory nature of this training also makes it likely that such a socialisation process persists despite idiosyncratic events within a profession; for example, recent concerns with corporate governance within accountancy which may have adversely affected the attractiveness of the profession for students and hence may impact recruitment into the profession (Vinten, 2002) .
It was hypothesised that experience of work in the profession and of employers' recruitment and selection practices would be related to differences in career orientation which are significant for the development of realistic expectations. The paper first reviews the arguments linking recruitment and selection experiences to student career expectations and the process of anticipatory socialisation, particularly for professional courses. It then examines the potential that recruitment and selection experiences have for influencing career expectations, before describing the present study and its findings.
The influence of work experience, recruitment and selection on``met expectations'' Stage theories of organisational socialisation (Van Maanen and Schein, 1979; Wanous, 1992) propose that unmet expectations (i.e. a discrepancy between pre-entry expectations and post-entry experiences (Porter and Steers, 1973) ), lead to a variety of post-entry adjustment problems; for example, low job satisfaction and early turnover . Exposure to employers through recruitment and selection processes is argued to be one part of a series of social episodes which influence the development of appropriate expectations and inform the early development of individuals' psychological contract with the organisation (Herriot, 1984; 1989) .
The incongruence between graduate expectations and the realities of employment (see, for example, Keenan and Newton, 1986; Mabey, 1986) has been linked directly to inadequate recruitment procedures, and is thought to lead to feelings of disillusionment, frustration and turnover before completion of training (Nicholson and Arnold, 1991) . Gammie (1996) and Reed and Kratchman (1989) attributed a high drop out rate in accountancy to the lack of realistic information provided by selectors to graduates and argued that better matches would result from providing realistic exposure of the profession earlier to graduates.
Career-related work experience at university also may play a major role in structuring graduates' expectations. Dorsman and Kelly (1983) identified six outcomes of work experience that facilitated the graduate socialisation process: insight into the world of work, personal development, career preparation, technical development, interpersonal and social skills and the integration of theory and practice. Similarly, Arnold and Garland (1990) argued that sandwich placements on degree programmes lead to more effective induction and shorter periods of job training as well as more realistic expectations; and Garavan and Morley (1997) discussed the positive effects of work experiences during college or university training. In general, Arnold (1985) argued that the more graduates knew about working life before they enter an organisation, the better equipped they will be in their future careers.
The present study focused on students' activities during university training for entry into a profession. For traditional professions, formal training, the content of which is monitored by a professional body, begins earlier than in other occupations; although some practical training is received within the first employing organisation, training is usually undertaken full-time, at a university or similar institution. Students enter into their specific professional undergraduate course and largely stay together for their whole degree.
The emerging profession of human resource management (HRM) has undergone only recent``professionalisation'' of training courses and career structures. Membership of the Chartered Institute of Personnel and Development (CIPD) is regarded as useful for HR practitioners, and the Institute actively promotes continuous professional development as a means of promoting flexibility and professional growth (Rothwell et al., 1998) . None of this, however, is a requirement to practice, meaning that HRM has no prescribed entry route for working in the profession. Although the CIPD does accept graduate membership following some recognised degree courses, HRM professionals may come from diverse backgrounds. These differences are detailed in Table I .
Students' exposure to employers might be expected to reflect the prescribed nature of the courses, with law then accountancy being the most rigidly prescribed, and so reflecting the greatest degree of pre-employment recruitment and selection activity. In addition, as the extent and nature of career exploration depends on the career stage of the individual (Stumpf and Rabinowitz, 1981) , more proactive job search and career-related activities should emerge at later stages of study as students make a stronger commitment to remain in the profession. This includes self-directed career exploration, which is defined as purposive behaviour and cognitions that afford access to new information about occupations, jobs or organisations (Super et al., 1963) and may include self-marketing and networking (Stickland, 1996) . The first hypothesis examined in the study, therefore, related to the differences in activity across the three professional groups and their stage in training.
H1. Students planning to enter a traditional profession and at the later stages of their degree study will report more career-related experiences (i.e. more proactive profession-related recruitment and selection events, applying for a job in the profession, and having work experience in the profession) than HRM students.
With regard to the nature of the selection methods encountered, students in traditional professions were expected to be more proactively involved in the process (e.g. by sending speculative letters of application) because of the unique nature of professional development and socialisation. The majority of employers report using thè`c lassic trio'' of application forms, letters of reference and interviews for both graduates and non-graduates (Harvey et al., 1997; Robertson and Makin, 1986) . Professional employers also report an interest in determining graduates' potential commitment to the profession rather than qualifications or technical skills (Makin, 1989; Scholarios and Lockyer, 1999; White and Doyle, 1997) and so tend to favour less formal, extended recruitment and selection processes involving more social and interactive procedures. Scholarios and Lockyer's (1999) examination of selection decision processes used by Scottish firms of accountants, architects, lawyers and surveyors found them to perceive a value in informal strategies including personal contacts, unsolicited letters of application and unstructured or semi-structured methods such as the interview. These were thought to be useful methods for evaluating qualities such as role related skills, values, personality profiles or fit with the organisation or profession and for establishing relationships with high quality students with the appropriate professional values, early in their training. Taking these findings into account, the second hypothesis considered the nature of selection processes by examining the most frequently encountered selection methods, the number and type of selection events encountered, and the number of events initiated by the student (i.e. student proactivity).
H2. The most common selection processes experienced for all students will be application forms, references and interviews, but students in traditional, compared to emerging professions, will have experienced a greater number of selection events, will be more proactive in the selection process and experience more``informal'' selection procedures. (Arnold, 1997; Gutterman, 1991) . Stewart and Knowles (1999a, p. 370) suggest that, for graduates especially, there is increasing importance attached tò`i ndividual ownership of career'' and to being proactive in shaping their careers.
Research on graduates has shown, however, that they have rather traditional expectations about their future careers. Sturges et al. (2000) found them to rate longterm career prospects and the training offered as the most important reasons for joining an organisation, suggesting that little had changed from earlier evidence that most students subscribed to a traditional bureaucratic view of career (Brown and Scase, 1994; Pitcher and Purcell, 1997) .
Of particular interest in the present study, given the emphasis in the careers literature on self-management and exploratory activity, were experiences related to students taking a proactive role in job search activities, recruitment and selection procedures and work experience which may lead to more realistic expectations of career. These activities are thought to lead to the acquisition of more information, greater focus, and satisfaction with the information obtained, as well as changes in perceptions of the labour market and intended career path (Stumpf et al., 1983) and more effective newcomer socialisation (Morrison, 1993) . Arnold and Mackenzie-Davey (1992) found that graduates were rarely able to define clear short-term and longer-term career possibilities and their perception of career progress affected their feelings of competence, especially concerning their interpersonal skills and their ability to get things done in the organisation. Although some have argued against the rigidity introduced by an organisational system of career development (Connor et al., 1990 ), Arnold and Mackenzie-Davey proposed that graduates require at least a mental map of potential organisational careers rather than guarantees. Greater career clarity, legitimate (rather than perceived) opportunity awareness, and realistic perceptions of career barriers are qualities valued by employers and thought to lead to a more positive first employment experience (Stewart and Knowles, 1999a) . The final hypothesis examined in the study, therefore, relates to the effect of employer contact through work, recruitment and selection experiences on students' career expectations in terms of clarity, degree of awareness, and orientation towards the profession.
H3. The greater students' contact with professional employers through work, recruitment and selection experiences, the more positive and realistic their career orientations with respect to the profession.
Method

Sample
The study focused on six groups of students at different stages of training in three professional courses ± law, accountancy and human resource management (HRM) ± at the University of Strathclyde in the academic year 1998-1999. For each professional group, an``early'' and``later'' stage of training were defined according to how the profession specified entry routes to employment. In law and HRM, final year honours and diploma students represented the``early'' and``later'' stages, respectively, although only the diploma for HRM also qualified students for membership of the Chartered Institute of Personnel and Development. For accountancy, third year and honours students were chosen, as these are the points at which students can leave to enter into the professions (see Table I ). Questionnaires were distributed and completed during lecture periods on three consecutive days in order to include as many of the students in each course year as possible. A total of 291 responses were received, with 40 per cent of the sample represented by accountancy students, 45 per cent by law students and 15 per cent by HRM. The lower proportion of HRM students reflects particularly low attendances at the honours (``early'' stage) classes on those three days ± a fact which may be explained by the relative noncollegiality of the undergraduate degree programme compared to law and accountancy (see Table I ).
In HRM and accountancy, there were a greater proportion of``early'' stage students (61.4 per cent and 61.2 per cent, respectively), but this was reversed for law where 60 per cent of the sample was``later'' stage (see Table II ). There was also a relatively even gender balance in law and accountancy but a dominance of females in HRM (70 per cent of that sample). Around 60 per cent of the total sample overall were aged between 21 and 24. Only in accountancy was there a sizeable percentage of younger students between 17 and 20 (42.5 per cent) because of the inclusion of third year students in this sample to represent the earlier stage of training. Age, predictably, increased in the later stages of training where 73 per cent of the sample was between 21 and 24. Most of the sample in all professional groups were Scottish, and only 11 per cent of the sample overall stated they belonged to an ethnic minority. The majority of students in all professions stated they were planning to enter the profession although, as might be expected, at the later stages of training, this percentage increased further from 82.5 per cent to 93.6 per cent.
Measures
Forced choice questions gathered biographical information on age, gender, nationality, ethnic minority, course stage, and the professional group ± law, accountancy, HRM. The questionnaire also included questions on profession-related activities (e.g. work experience, placements, recruitment events, selection procedures), and career expectations.
Profession-related activities
The respondents were asked to indicate from a list of 12 professional employment-related activities which ones they had or had not attended or undertaken. Activities of both à`p roactive'' and``passive''/``reactive'' nature were included in the questionnaire.`P assive'' activities were: attending recruitment fares; attending organised visits from professional bodies arranged by the university; attending organised visits by employers; and attending employer seminars.`P roactive'' activities were: contacting employers in the profession; contacting academic staff; attending professional meetings; looking at job advertisements for local, national and international opportunities in the profession; and discussing career opportunities with personal or family contacts.
Students were also asked whether they had undertaken work experience in the profession and a work placement as required training for the profession ± experiences identified as potential influences on the socialisation process (Garavan and Morley, 1997; Laycock et al., 1990; Arnold and Garland, 1990) .
Experience of selection
Presented with a list of selection methods representing informal networks (personal knowledge and recommendations), biodata (qualifications and experience), interviews, tests and work samples, respondents were asked to rate how often they had encountered each selection method in seeking employment or required training in the profession. A five-point scale of frequency from``never encountered'' (0 per cent of the time) to``consistently encountered'' (100 per cent of the time) was used. Attaching a percentage to the scale was intended to clarify what constituted the time period implied. For example, a rating of``3'' would imply the student had encountered the selection method about half of all the times they had sought employment in the profession. The list of selection methods was consistent with those used in the Scottish Survey of Recruitment and Selection in Professions (Scholarios and Lockyer, 1999) , and included detailed descriptions of methods with which students may not have been familiar. For example, job/work samples were described as follows:
These represent the output of one of more job tasks; e.g. written work, a portfolio of work.
A psychometric test of general ability was described as:
Usually professionally-developed and consisting of one or more tests measuring verbal ability, reasoning, and numerical ability.
The responses to these questionnaire items were used to create one continuous and four dichotomous variables related to experiences of selection methods: (1) number of methods, measured as the total number of methods encountered`s ometimes'',``frequently'' or`c onsistently''; (2) experience of``proactive'' approaches (assigned a value of``1'' if respondents had experienced letter of application, speculative application or trial period of employment``sometimes'',``frequently'' or`c onsistently'' and``0'' if never encountered); (3) experience of``informal'' approaches (assigned a value of``1'' if respondents had experienced telephone conversation interview, contacts via family or friends or only one-to-one interviews`s ometimes'',``frequently'' or``c onsistently'' and``0'' if never encountered); (4) experience of``structured'' or``batch'' methods which are associated with easing the administrative task of differentiating amongst large applicant groups, and are more often used by large companies (e.g. Robertson and Makin, 1986 ) (assigned a value of``1'' if respondents had experienced application form, school/ college certificate, or assessment centrè`s ometimes'',``frequently'' or`c onsistently'' and``0'' if never encountered); and (5) experience of``sophisticated'' methods (assigned a value of``1'' if respondents had experienced tests of general ability, tests of specific ability, job or work sample, job or work simulation, personality questionnaire, interest inventorỳ`s ometimes'',``frequently'' or`c onsistently'' and``0'' if never encountered).
The use of psychometric tests is considered`s ophisticated'' because of the increased predictive validity that these have been shown to offer employers (e.g. Schmidt and Hunter, 1981) .
Career expectations
On a five-point scale ranging from``strongly agree'' to``strongly disagree'' respondents rated 21 items representing career clarity, career barriers (perceptions of progression within the profession), expected organisational support for career, expected self-management of career, success orientation, and commitment to career/ profession. These items were adapted for the student sample using existing items from the Graduate Development Inventory (Arnold and Mackenzie-Davey, 1992) , items from Blau's (1985) measures of professional commitment, and new items based on Stumpf et al.'s (1983) concept of career exploration. Questions relating to career clarity were modified to form seven items (e.g.``I have been able to identify which long term career paths are open to me in this profession'',``I am clear about the achievements required for gaining promotion within the profession''). Three items were adapted from questions relating to career barriers (``My prospects within this profession will depend on whether the right people happen to like me''), and three items adapted from questions relating to career progress (e.g.``I have discussed my prospects within the profession with people who can influence these prospects''). Six items measured professional interest, continuance commitment to the profession and feelings of loyalty to the profession (e.g.``I keep myself up to date with news in the profession'',``I have given too much of myself to the profession to consider changing direction'',``I believe a person should always be loyal to his/her profession''). Career exploration was measured by two items developed for this study to represent self-management (e.g.``I am constantly looking for opportunities to develop my own career'').
Exploratory factor analysis of the 21 career expectations items revealed seven factors, three of which corresponded with Arnold and Mackenzie-Davey's (1992) dimensions of career clarity, perception of career barriers and expectation of organisational career. As the interpretation of the factors for the student sample was ambiguous, though, single items were selected to represent the factor solution results. Item selection was based on either the highest loading item within each factor or on the item which most unambiguously represented the career expectation construct for students still studying at university. The seven variables used to represent career expectations were: (1) career clarity (``I am clear about where my next job within the profession will be''); (2) expectation of organisational career path (``I think it is important for organisations to provide clearly defined career paths for their employees''); (3) opportunity awareness (``I am constantly looking for opportunities to develop my own career''); (4) success orientation within the profession (``I am clear about the achievements required for gaining promotion within the profession''); (5) shift in career aims (``I have altered my career aims since beginning my degree course''); (6) interest in the profession (``I keep myself up to date with new developments in the profession''); and (7) continuance commitment to the profession (``I have given too much of myself to the profession to consider changing direction'').
Procedure
The questionnaire was pilot tested on a group of 15 post-graduate human resource management students from Glasgow Caledonian University. After minor rewording, contact was made with lecturers on the three courses (law, accountancy and HRM) in order to obtain permission to attend the relevant lectures and administer the questionnaire. The administrator attended a lecture for each of the groups (diploma law, honours law, honours accountancy, third year accountancy, diploma HRM and the honours HRM course) to distribute the questionnaires. The respondents were then given time in the lecture to complete the questionnaire and the administrator collected them after completion.
Analysis
Hypotheses H1 and H2 were tested using univariate tests (one-way ANOVA, t-tests and chi-square tests). H3 was tested using ordinal regression equations to examine the combined and relative influence of work and recruitment/selection experiences. Regression equations were estimated for each of the seven variables representing career expectations (i.e. career clarity, expectation of organizational career, opportunity awareness, success orientation, shift in career aims, professional interest and professional commitment). For each dependent variable the number of ordinal categories used for each item's scale of agreement was reduced from 5 to either 3 or 4 where cell numbers were low; four recruitment/work activity variables (number of``passive'' recruitment events, number of``proactive'' recruitment events, whether the students had experienced work placement; and whether they had relevant work experience) and five selection experience variables (the total number of selection methods encountered, and four dichotomous variables representing experience of structured, sophisticated, proactive, and informal methods) were created as independent variables for these equations. All equations also controlled for gender and stage of training.
Results
H1.
Students planning to enter a traditional profession and at the later stages of their degree study will report more careerrelated experiences (i.e. more proactive profession-related recruitment events, applying for a job in the profession, and having work experience in the profession) than those entering an emerging profession or at earlier stages of study. and shows that they were already exposed to a wide range of career-related experiences, although most of these tended to be``passive''. Across the total sample, 75 per cent looked at job adverts to see what work is available in the profession, 68 per cent had attended recruitment fares, 66 per cent had attended visits to the university by employers, 60 per cent had discussed opportunities with personal friends and family contacts and 55 per cent had contacted employers in the profession themselves. As might be expected for students, relatively fewer overall had proactively pursued contacts with employers than had attended organised university events. This did vary across the three professions, however: 75 per cent of HRM and 84 per cent of accountancy students attended recruitment fares compared to 42 per cent of law students ( 2 = 40.54, p < 0.001) and a greater percentage of law students took part in the more proactive activity of contacting the employers within the profession themselves (75 per cent of law students compared with only 41 per cent of the HRM and 46 per cent of the accountancy students) ( 2 = 21.07, p < 0.001).
Other``proactive'' activity was just as likely to be reported by HRM as either law or accountancy students. The majority of HRM and law students looked at job advertisements for local and national/ international jobs compared with a lower percentage of accountancy students. Discussing opportunities with personal friends and family contacts, although slightly more so for law students, was common across all professions and the difference across the groups was not significant. Taken together, these findings support some group differences between traditional and emerging professions as predicted in H1 but not all.
In terms of actual working experience overall, 68 per cent of the sample had applied for a job related to the profession, and significantly more law students (84 per cent) than either accountancy (63.8 per cent) or HRM (50 per cent) ( 2 = 16.98, p < 0.001). This might be explained by the fact that a larger proportion of the law group in this study were at a``later'' stage of training, and the results clearly show that for accountancy and law, a greater proportion of students at the later stages of training had applied for a job than at the earlier stages. However, although`e arly'' stage law students (honours) were more likely to have applied for a job in their profession than``early'' stage accountancy students (third year) ( 2 = 5.04, p < 0.05), this difference disappeared in the comparison at the later stage between honours accountancy and diploma law students ( 2 = 1.65). In other words, both the traditional professions at later stages of training were more likely to have applied for a job in the profession than the HRM students. These findings support H1 for law students only, as they had relatively more contact with employers in their profession than accountancy students. Consistent with this pattern, a higher proportion of law students (63 per cent) had actual work experience in the profession with accountancy reporting the lowest figure (31 per cent) ( 2 = 22.24, p < 0.001). HRM students were more likely than the traditional professions to have experienced work placements ( 2 = 23.58, p < 0.001). H2. The most common selection processes experienced for all students will be application forms, references and interviews, but students in traditional, compared to emerging professions, will have experienced a greater number of selection events, will be more proactive in the selection process and experience more``informal'' selection procedures.
An examination of the percentage of students in each group who had encountered selection methods``sometimes'',``frequently'' or`c onsistently'' reveals the more commonly encountered methods as well as some tentative conclusions regarding differences across groups. Table IV provides the full list of selection methods presented to respondents in the questionnaire in descending order of the most commonly encountered. Consistent with expectation, most students, regardless of profession, appeared to have frequently encountered thè`c lassic trio'' selection methods: application forms (94 per cent), references (88 per cent) and one-to-one interviews (72 per cent). Letters of application and CVs were also encountered, particularly by HRM and law students.
Where there were differences across the groups, these suggested that accountancy students had encountered more structured and``sophisticated'' methods than either the HRM or law students, while the latter two groups showed evidence of more``proactive'' approaches to employers. Table IV shows that a significantly greater proportion of accountancy students had experienced psychometric tests of general ability ( 2 = 16.02, p < 0.001) and specific aptitude ( 2 = 16.01, p < 0.001) compared to both the HRM and law students. They were also more likely to encounter one-to-one interviews ( 2 = 21.32, p < 0.001). In contrast, HRM and law students were more likely to have sent letters of application ( 2 = 18.16, p < 0.001), and CVs to employers ( 2 = 41.09, p < 0.001), and to have encountered interviews with two or more people ( 2 = 11.21, p < 0.01). Letters of application and CVs may indicate unsolicited attempts by students to contact employers as opposed to responses to job openings. Accountancy students were just as likely to apply for a job related to the profession so these results may suggest a different type of application process. Consistent with this, the results in Table IV also show that law students were more likely than accountancy students to have made speculative applications to employers ( 2 = 5.62, p < 0.05). The number of HRM respondents for this question was too small to allow a test of significance, but the percentage was similar with that for the law students.
The selection method variables created to summarise students' experiences provide a clearer picture of the pattern of differences across the groups while also dealing with the problem of small cell sizes for individual selection methods. The last few rows of Table  IV show statistically significant differences between the proportions of each group encountering proactive, informal, structured/batch and sophisticated selection methods. Law students were more likely to report encountering proactive methods, both law and accountancy students encountered more informal methods, accountancy students were more likely to encounter structured/batch methods, and both law and accountancy encountered more sophisticated methods. Thus, although the nature of accountancy for students at this stage of training appeared to involve more formalistic testing (hence sophisticated methods), law students at least were more likely to report selection method experiences based on informality and student proactive involvement. In general, law and accountancy students reported encountering a mean of 5.74 and 5.26 selection methods, respectively, compared to 3.28 by HRM students. These mean differences between the three groups were statistically significant (F(2.238) = 3.23, p < 0.05) with Scheffe Â tests showing only the difference between law and HRM to be significant at the 95 per cent confidence level.
Ordinal regression equations for each of the seven career expectation variables are shown in Table V . Each equation included the predictors gender, stage of training, proactive recruitment activity, work experience, and the five selection method variables. The equation for expectation of organisational career progression was not significant ( 2 (9) = 1.56), but an examination of the significant coefficients for the remaining significant equations shows that the results are generally supportive of the hypothesis that greater student activity related to the profession will have an effect on career expectations. Specifically, having work experience relevant to the profession was related positively to career clarity ( = 0.62, p < 0.05) and a lower likelihood of having shifted career aims ( = ±0.74, p < 0.01). Engagement in more proactive recruitment activities was related to greater interest in the profession ( = 0.33, p < 0.01). The greater the number of different selection methods experienced the greater the degree of continuance commitment to the profession ( = 0.26, p < 0.001) and the more likely students were to have shifted career aims ( = 0.08, p < 0.10).
Type of selection method experienced was significant in several different ways ± experience of both more proactive and more sophisticated methods was related to lower levels of continuance commitment to the profession ( = ±0.95, p < 0.05 and = ±1.09, p < 0.05, respectively); experience of more sophisticated methods was related to greater career clarity ( = 1.43, p < 0.01); and experience of more proactive methods was related to greater opportunity awareness ( = 0.87, p < 0.05) and a lower likelihood of having shifted career aims ( = ±0.68, p < 0.10). Gender was not significant in any equation and stage of training was significant only in the case of success orientation ± later stage students reported greater clarity about what was required for gaining promotion within the profession ( = 0.54, p < 0.10).
Discussion and conclusions
The findings illustrate the importance of early student contact with employers, and the significance of some types of recruitment and selection methods in increasing students' opportunity awareness and establishing realistic expectations of future careers. In particular, the findings are significant in two respects: first, in showing the nature of anticipatory socialisation for professional students and, second, in highlighting the role of recruitment and selection as a pre-entry socialisation phase which influences graduate career transitions. Each of these implications is discussed here.
The study focused specifically on a sample of traditional and emerging professional students. Traditional professions are well known to cultivate anticipatory socialisation processes amongst students through formal training, or even earlier through the influence of relatives or friends in a profession (e.g. Dean et al., 1985; Makin, 1989) . The results of the present study reinforce this point with respect to recruitment and selection activities amongst law and accountancy students. Law students represented the most prescribed training route in the present sample and were found to engage in more profession-related activity overall, including applying for a job in the profession, career-related work experience and exposure to employers' recruitment and selection processes. Both law and accountancy students had been exposed to a greater number of different types of selection methods, with accountancy students encountering more structured and`s ophisticated'' methods, such as panel and structured interviews, and law students more``proactive'' approaches to employers, such as sending speculative letters and informal interviews.
For law students especially, the use of proactive approaches to employers and experiences of informal selection practices may reflect a socialisation process through which candidates and organisations gradually perceive a match (Anderson and Ostroff, 1997) , and an awareness of the nature of the Scottish legal labour market. This approach to selection contrasts with the more standardised approach evident in this sample of accountancy students who were more likely to be part of batch graduate recruitment processes conducted by the large accountancy firms at certain times of the year. Scholarios and Lockyer (1999) , in their discussion of the findings of their survey of professional employers, suggested that law firms use inherently social, interactive and technically less rigorous recruitment and selection methods to facilitate the convergence between the candidates' and the firm's perceptions and expectations. In the small marketplace for Scots lawyers, students may have no choice but to approach smaller and necessarily Scottish law practices with less regular recruitment intakes. Scholarios and Lockyer (1999) also showed that Scottish law firms equally see value in establishing links with university law schools. This situation favours relationship building over the long-term, and, on the basis of the present findings, student exposure to employers during study at university is part of this developing relationship.
With respect to the role of recruitment and selection activities in shaping career expectations, it was found that greater activity was related to career clarity, opportunity awareness, changes in career aims, and the degree of continuance commitment and interest in the profession. The relationship between work experience and career clarity has been shown also in other contexts (e.g. Garavan and Morley, 1997) . The present study goes further to show that exposure to sophisticated selection procedures (e.g. psychometric testing, work samples and assessment centres) may enhance career clarity, perhaps because the increased rigour in measuring potential performance has the effect of communicating clearly to candidates the job and the profession's requirements.
Certain types of recruitment and selection activity also were related to changes in students' career aims. Stumpf et al. (1983) suggested that information gathering through career exploration activities leads to greater focus and satisfaction with the information obtained and changes in perceptions of the labour market and career opportunities. In the present study, students who had proactively participated in employers' recruitment activities were more likely to have altered their career aims since the beginning of their degree programme. Conversely, students who had work experience and who had participated in proactive selection processes, such as sending speculative applications or trial periods of employment, were less likely to have altered their career aims. It may be that students at the early stages of career exploration use experiences of recruitment events to develop awareness of legitimate career opportunities as opposed to perceived opportunities (Stewart and Knowles, 1999a) which then leads them to alter their career aims. Students with more direct contact with employers, such as those with work experience or who have been involved in relationship building selection activities, and who have arguably already experienced legitimate career opportunities, develop greater certainty regarding the path they have chosen and so reduce the extent to which they change career direction. In both cases, student experiences are likely to result in more realistic expectations.
Interest in the profession was related to greater participation in proactive recruitment activities. Although the present analysis cannot presume a direction of causality, it is a significant finding whether students who already had more interest in the profession participated more in proactive information gathering, or whether more information gathering lead to greater interest. The implication is that both are desirable outcomes.
The study also examined continuance commitment to the profession which suggested that students perceived that they had invested too much in the profession already in order to change course. This perception increased with the number of selection methods encountered and decreased for those who reported encountering either proactive or sophisticated methods. Experience of more selection methods implies more time and effort invested in finding a job related to the profession; therefore the finding might be explained by an escalation of commitment to the profession (Staw, 1976) . The effect of proactive and sophisticated methods in reducing continuance commitment is harder to explain, but might indicate an increasing feeling of control over one's career through exposure to employers' needs and the profession, and hence the development of a more normative rather than continuance commitment to the profession.
These findings are significant for employers and suggestive of how students can be better prepared for their future careers. The development of realistic expectations potentially reduces inappropriate matches and dropout rates (Reed and Kratchman, 1989) and facilitates organisational newcomer socialisation, for example, by improving the effectiveness of induction and requiring shorter periods of job training (Arnold and Garland, 1990; Garavan and Morley, 1997) . Employers, therefore, should be encouraged to actively build long-term relationships with university departments and to develop links with students well before graduation through visits, recruitment efforts and work placements. Such arguments resonate with recruitment literature which proposes greater emphasis on efforts to attract suitable applicants (e.g. Barber, 1998; Breaugh and Starke, 2000) . They also support the view of recruitment and selection as social processes with important informational qualities for both employers and potential employees, which therefore have the potential to shape the developing psychological contract between graduates and employers (Anderson and Ostroff, 1997; Derous and deWitte, 2001; Scholarios and Lockyer, 1999) .
From the perspective of graduates' career self-management it has been argued that student awareness of the range of employer Table V Ordinal regression equations for prediction of career expectations recruitment and selection processes provides greater understanding of business needs, clarifies career goals, and allows students to better position themselves in developing necessary skills (Arora and Stoner, 1992) . Stewart and Knowles (1999a, b) argued that students should be more aware of the recruitment and selection approaches of small and medium-sized employers who are unlikely to use the graduate milkround or assessment centres and testing like larger businesses, preferring instead to rely on work experience students or personal contacts. Clearly, this places students who proactively participated in recruitment and selection events at an advantage in terms of seeking employment with smaller employers.
In different ways, then, various forms of work, recruitment and selection experiences during study and universitybased training provide a forum through which clearer and more realistic perceptions of a profession develop. The inclusion of recruitment and selection experience amongst these anticipatory socialisation variables represents an advance in a sparsely researched area within selection research, and expands knowledge of how employer practice interacts with graduate career expectations.
